Malaysia is one of the countries which welcome expatriates from all over the world to fill the need for skilled employees. This paper provides an overview of how cultural divergence influence expatriates performance in Malaysia. The main purpose of this study is to identify the important issues which directly or indirectly, positively or negatively influence expatriate's performance in day to day work. This study reviewed 55 papers related to cultural divergence, employee performance, cultural intelligence, and human resource management practices in Malaysia. The finding highlights that expatriates experience cultural clashes between foreign and local values, which pose direct influences on expatriates' performance. This study contributes to the body of knowledge in the cross-cultural management field as well as practical implications to expatriating firms. Finally, this research is beneficial and informative, especially for Malaysian researchers and managers in International Human Resource Management (IHRM) field.
Introduction
Culture can be referred to as a collection of attitudes and beliefs that affects individual behaviors and views. In an organization, the employees' work culture influence their job performance and working styles, especially for expatriates. Previous researchers believed that it is vital for a leader in a company to understand the importance of culture in his organization (Ramlan, Abashah, Samah, Rashid, & Radzi, 2018) . Unlike the legal environment and political views, cultural borders cannot be easily removed. This is because, just like identity, culture is an essential part of an individual which is learned and assimilated into oneself through the environment. When people from different cultures are working together, there might be some complications due to the FGIC2019 differences in behaviors, values, and ethics. Therefore, a strong control of managerial power is important in ensuring that employees can work together harmoniously despite their cultural differences. To become successful in today's challenging and competitive environment, an organizational manager who can see beyond surface-level cultural differences is of the necessity ( Jyoti & Kour, 2015) . Inability to overcome the cultural borders may result in poor business performance, ineffective communication among employees, and low job involvement.
In the obtained literature, the authors have defined an 'expatriate' as an individual who is assigned to work and live in a foreign country (Tahir & Ismail, 2007) . The expatriate contributes a significant part in "maintaining the organizational structure and philosophy of multinational corporations (MNCs) while following the rules and regulations of work within the host country" (Ghemawat & Reiche, 2011) . In the private sector, the expatriate managers are mostly positioned in MNCs while in the public sector, they are primarily positioned in diplomatic posts.
Background of the study
For multinational firms, expatriates play important roles that help to expand their operations and connections. Due to this significant contribution of expatriates, the number of expatriates has increased dramatically over the years (Harvey & Moeller, 2009 ). In order to ensure the success of this program, the leader of an organization must oversee the performance of their expatriate employees. Previously, numerous studies on expatriates have been conducted in many countries, including Nigeria, Spain, and Bangladesh. Due to the limited literature available on Malaysians context, this research intends to focus on expatriates' issues in Malaysia.
Research Problem
Previous studies have demonstrated that expatriates often face difficulties in adapting to a new place with a vastly different culture from their native countries. These adaptations in terms of lifestyle changes are required to ensure that they can perform their best as an employee in a foreign organization ( and must be carefully observed and discussed thoroughly. This circumstance instigates some apparent questions and searches throughout the study.
Research Questions
This review paper seeks to address the following questions: 
Research Objectives
In general, the scope of this review is to investigate the extent of cultural divergence in affecting the expatriates' performances in Malaysia. The following are the specific objectives:
1. To assess the challenges that are experienced by the expatriates.
2.
To determine core components that influence the expatriates' performances.
3.
To determine the expatriates' adjustment factors in Malaysia.
To study how expatriates' performances can be enhanced by cross-cultural training
and adjustment programs.
5.
To establish the effects of culture, adjustment patterns, and security on expatriates' success.
6. To examine the expatriates' satisfaction regarding the level of support from organizations and how this affects their commitment to their assignments. 
Expatriation in Malaysia

Cultural Intelligence
One of the previous studies has defined cultural intelligence as an individual's capability in interacting with people from a different culture effectively. This particular concept consists of several constructs, namely meta-cognitive, cognitive, motivational, and behavioral dimension (Earley & Ang, 2003 The final aspect is the behavioral dimension, which involves the ability to exhibit adaptive behaviors for the appropriate cultural settings. According to Earley and Ang (2003) , individuals with high behavioral cultural intelligence tend to use politically and socially acceptable words, facial expressions, tone, and gestures.
The overview of available literature showed that cultural intelligence has been con- 
Job Performance
In theory, individual job performance can be described as a function of abilities, aspiration, and knowledge which influence one is expected behavior that is relevant to a company's goals, such as formal job responsibilities (Campbell, 1999) . As proposed by Borman and Motowidlo (1993) , job performance consists of two dimensions, which are task dimension and contextual dimension. Also known as "in-role," task dimension is a construct that is driven by deadlines. On the other hand, the contextual dimension or "extra-role" is sometimes seen as a discretionary construct. This theory is commonly applied in an international setting (Caligiuri, 1997) . Numerous studies have been conducted to investigate the relationship between cultural intelligence and job performance towards his work, he is more likely to performs his best in playing his roles. Ultimately, this will benefit the organization by enhancing the organization's efficiency, reputation, and productivity.
Job Satisfaction
Innovation Performance
Since the early twentieth century, innovation has been seen as a vital aspect that helps an organization to thrive. In general, many researchers in the economic and 
Employees' Rights
For decades, the rights of a human being has been a major issue in the industrial sector.
In the olden days, employees were treated as slaves with little to no recognition and appreciation from the employer. Fortunately, a few decades ago, people have started to gain awareness on employees' rights, and revolutionary concepts and standards have been improvised. 
Methodology
This paper aims to investigate the core components of cultural divergences by analyzing and reviewing 50 published articles and scholarly works. Data were collected from various sources using standard techniques. Andalib et al. (2018) have stated that this methodology can be considered as systematic qualitative analysis since philosophical paradigms with the interpretative technique have been used to summarize relevant information.
Steps of Data Collection
In the current study, data were collected and analyzed by following these steps: 3. All articles found were stored in NVIVOMac tool.
Analyze Data
According to Andalib (2018) , NVIVOMac serves as a reliable platform to analyze any data. In this study, reports or scholarly papers were stored, sorted, and analyzed through NVIVOMac. Before data analysis was conducted, several selection steps were taken:
1. Categorizing articles by external and internal components.
2. Highlight and run the articles by keywords.
3. Derive components from NVIVO tool.
4. The prioritized components are highlighted and carefully observed to draw the result subjectively.
Results
Categorizing and grouping the components have been done based on soft coding that validates and justifies data with generalizability (Andalib, 2018; Auerbach & Silverstein, 2013) . The findings were extracted from published articles and summarized systematically to aid comparison. Data regarding the challenges faced by expatriates are presented in Table 1 .
Next, Table 2 presents the data extracted from published articles on the impacts of cultural divergence. Findings show that the core components are local culture, cultural intelligence, and cultural intelligence with job performance.
Discussion
Several significant components are found in this paper, which reveals the impacts on expatriates' performance in Malaysia. Based on the data collected, six challenges faced by expatriates have been determined. These six components are the impact of local culture (LC), cultural intelligence (CI), job performance ( JP), job satisfaction ( JS), innovation performance (IP) and employees' rights (ER). Researchers' have followed FGIC2019 Racial or cultural stereotypes must be eliminated. 
Moderate
Conclusion and Implications
With the completion of this study, the researchers believed that the aforementioned research objectives have been achieved. This study aims to enhance our knowledge of how cultural divergence influences expatriates' performance in Malaysia. By knowing the effects of cultural differences on their performance, this allows the company managers to gain insights on the aspects that can be improved at the workplace to accommodate the expatriates physical, physiological, and social needs. Besides, this study highlights the expatriates' perceptions and the challenges that they face in experiencing cultural divergence. The expatriate and the host nation should more aware and receptive towards the differences. To lessen the challenges, awareness of cultural differences should be instilled among the expatriates and the employee in the host nation. This can be achieved by introducing a cross-cultural training program. Looking into the future, it is suggested to be taken into account to conduct that comparative studies on the expatriates' adjustment and adaptation process while serving in Malaysia.
Also, the challenges and adjustments experienced by the expatriates' family members should be included in future research.
